Yes! To Difference by Brorsen, Anne-Kathrine et al.
 Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Page 1 / 64 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Yes! To Difference 
 
 ©Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 Supervisor Carsten Koch 
 
Department of Business studies & Economics and Business Administration 
 
 House 44.2, fifth semester Bachelor project - Autumn 2008 
 
 
 
                             Roskilde University  
 
 
 
 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 2 / 64 
C
 
ONTENTS 
1  INTRODUCTION .................................................................4
 1.1 Project Structure ........................................................................................................................ 5
...............................................................  1.2 Key Concepts ................................................................. 7
1.3   Problem Area ............................................................................................................................... 8
 1.3.1 Denmark as a Case Study ............................................................................................... 8
 1.3.2 The Five Largest Companies in Denmark .............................................................10
1.4   Problem Formulation .............................................................................................................17
1.4.1 Research questions .........................................................................................................18 
2   METHODS ...........................................................................20
 2.1 Research Focus..........................................................................................................................20
 2.2 Metatheory..................................................................................................................................22
 2.3 Methodological Approach.....................................................................................................24
2.4 Use of Theories..........................................................................................................................24 
 2.5 Sources and Empirical Data.................................................................................................26
2.6 The Group....................................................................................................................................30 
3   THEORY .............................................................................. 31
 3.1 The Five Cultural Dimensions.............................................................................................31
 3.2 Social Role Theory ...................................................................................................................33
3.3   Leadership Styles .....................................................................................................................36
 3.3.1 Gender Differences in Leadership Styles...............................................................38
3.4 Diversity Theory.......................................................................................................................39 
4   ANALYSIS.............................................................................43
 4.1 Danish Work Culture ..............................................................................................................43
4.2 Differences in Leadership Style..........................................................................................46 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 3 / 64 
4.3   Creating Diversity ....................................................................................................................48
4.3.1 Economical Benefits .......................................................................................................50 
5 CONCLUSION.....................................................................54 
6   PERSPECTIVE ....................................................................56
 Literature: ...........................................................................................................................................58
Ap  pendices: ........................................................................................................................................62
2 Appendix A: Traditional leadership style (Eagly and Johnson, 1990).................6
Appendix B: Contemporary leadership style (Eagly, Johannesen‐Schmidt and 
 Van Engen, 1991)........................................................................................................................62
Appendix C: Effectiveness in leadership (Eagly, Karau and Makhijani, 1995) 63 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 4 / 64 
1 INTRODUCTION 
Today’s labour market, especially in western countries, is shifting towards a new era, 
where the employers have an active role in play promoting equality at the workplace 
(McTavish and Miller, 2006). Implementing equality at the workplace has been put into 
everyday practice through mainstreaming equalities that provide equal opportunities and 
treatment for all by making sure everybody gets a chance to participate regardless of 
their differences based on race, gender, disability, age, sexual orientation, language, 
social origin etc.  
Statistics show that women’s participation in the labour market continues to increase, 
and the same applies to the women’s education level. In Europe, there is a tendency to 
experience shortfall of the labour force even more than the present time due to the low 
fertility rate and the ageing population. The European Foundation (2002) describes that 
this shortfall, in the forthcoming, will be replaced by the current underrepresented 
workers in the labour market and immigrants.  
In modern organisations, it is becoming well known for its employee branding activities 
to attract more qualified workers to their organisations. In the light of these activities, 
they would be able to pull out the best people out of the widest pool.  
Another contemporary issues that presently have been given focus for the researchers in 
the organisational studies, the change in the labour market from industrialisation to 
technology based and service based. This shift is playing a major role in the 
employment sector, especially in the traditional understanding of the job allocations. 
Now it is possible for women in some fields to perform men’s tasks and vice versa due 
to the information and technological advancement. Consequently the gender segregation 
in the labour market is narrowing. Present companies and organisations are in need for 
adaptation and flexibility to generate high standard qualified staff.  
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1.1 Project Structure  
The following, divided into 5 sections, is the structure of the project. This serves as a 
guide for the reader.  
The first introductory part is the general understanding of present western societies’ 
workplace shift into a new era and its challenges and problems. Moreover current 
situation in overall EU and description of the current trends and movements at the 
workplace and the project and policies that are recently applied to the company and 
executive boards and committees of the representative five companies in Denmark are 
presented in the problem area. This chapter is the information and the data that we will 
refer back to when we’re discussing the chapter four: Analysis. The introduction part 
also involves the problem formulation and the research questions. 
The following part is the description of our methodological approach to our project, as 
well as philosophical line of social constructionism that we have chosen to frame our 
project.  
The third part is the theoretical background of the problem that is demonstrated in the 
project. In the fourth part, the knowledge that we gained in the theory chapter is further 
discussed thoroughly in the analysis chapter in more details that are incorporated with 
the empery that we have collected throughout the project. The Five Cultural 
Dimensions, Social Roles Theory, The Leadership Styles and Diversity Theory will 
assist the empirical data to answer the problem formulation, as well as the research 
questions.  
The final part is the conclusion and perspectives of the project.  
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1.2 Key Concepts 
Diversity management: refers to a strategic organisational approach to workforce 
diversity development, organisational culture change, and empowerment of the 
workforce. It represents a shift away from activities and assumptions defined by 
affirmative action to management practices that are inclusive, reflecting the workforce 
diversity and it’s potential. Ideally, it is a pragmatic approach, in which participants 
anticipate and plan for change, do not fear human differences or perceive them as a 
threat, and view the workplace as a forum for individuals’ growth and change in skills 
and performance with direct cost benefits to the organisation (Arredondo, 1996:17).  
Effectiveness of leaders: There are common characteristics and basic qualities that 
people connect with leadership. Those include independence, risk taker, self-reliant, 
ambitious, dominant and self-sufficient. One can understand effective leaders as 
someone who motivates a person/group to achieve more than they would achieve 
without the leader’s participation (Gedney, 1999).  
Gender equality: means equality between men and women; the freedom to develop and 
make choices unhindered by gender stereotypes, roles and prejudices; that the different 
behaviours, aspirations and needs of women and men are considered, valued and 
favoured equally. It does not mean that women and men have to become the same, but 
that their rights, responsibilities and opportunities do not depend on whether they are 
born male or female (ILO, 2000:48).  
Gender segregation: Stereotypes and prejudices, which have their origin in the role 
attributed to women in society, are mirrored within the company. Moreover, the 
distribution of jobs between women and men clearly and markedly reflects the 
traditional division between typical women and men’s jobs (European Foundation, 
2002:48).  
Glass ceiling: An invisible barrier that separates women and minorities from the top 
leadership positions. They can look up through the ceiling, but prevailing attitudes are 
invisible obstacles to their own advancement. Although a few women and minorities 
have recently moved into highly visible top leadership positions, evidence that the glass 
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ceiling still exists is that most women and minorities are clustered at the bottom of the 
organisational hierarchy (Daft, 2005:449).  
 
1.3 Problem Area 
A report from the European Foundation (2002) for the Improvement of Living and 
Working Conditions, an overview of the situation of women in the EU highlights: 
• As such gender gap in the employment rate has been decreased to 19% in 1999 
compared to 24.5% at the start of the 1980s, and female employment rate has 
reached 52.5%, compared to 71.5% for men in the consecutive years. Gender 
segregation, still, remains one of the centre problems.  
• Women outnumber men in higher-skilled occupations such as professionals and 
technicians, but the number of men in the supervisory management remains 
higher than women. 
• The wage gap difference, as women are paid less than men, 15% in the average 
earnings in EU. The private sector holds the greater gap difference of 25% than 
the public sector 9%.  
• The report shows that women tend to be in less senior positions than men within 
board occupational groups, which bring up the frequently quoted view ‘glass 
ceiling’ limiting women’s career potential, responsibility and income.  
 
1.3.1 Denmark as a Case Study 
Denmark is one of the countries that are considered to have a high level of gender 
equality (European Foundation, 2002). But according to the statistics, the condition of 
men and women’s wage gap is not getting better in Denmark. The statistics show that 
the gap between men and women’s wage still remains high compared to the average EU 
wage gap and if one look at the consecutive years’ data, from 1997 to 2000, it has been 
stable over the period, but in 2001, the gap has, to some extent, increased. The average 
hourly working difference between men and women is shown in the graph below: 
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Figure 1: Average hourly earnings per paid working hours (in DKK) 
Year Men Women Total Absolute difference Pay gap (%) 
1997 163.90 139.60 151.28 24.30 16.06% 
1998 169.79 144.62 156.65 25.17 16.06% 
1999 178.21 151.68 164.66 26.53 16.11% 
2000 186.76 158.78 172.23 27.98 16.25% 
2001 195.29 163.34 177.56 31.96 18.00% 
Note: Paid work denotes the actual number of hours that the worker is paid for. Hence, paid working 
hours include absenteeism. 
(Source: Danish National Institute of Social Research, 2004:62) 
In Denmark, Law 286/2003 on Equality between Women and Men provides that all 
public institutions must work towards equality and incorporate equal opportunity in 
planning and administration. Ministries, councils, state institutions and state-owned 
companies with more than 50 employees must, every second year, draw up a report on 
their equality work (European Foundation, 2004). 
While in Finland and Sweden, it is obligatory to apply gender equality plans in both 
private and public sectors, in Denmark the law does not comprise private sectors. 
However, there are few Danish companies extensively applied their very own voluntary 
and decentralized equality plans to their managerial and human resource policies, e.g. 
Falck, TDC, Nordea and Novo Nordisk (European Foundation, 2004). 
European Foundation (2004) outlined that in Denmark, at the general top manager level 
that men represent 74% and women 26 % in public sector, and in the private sector men 
represent 83% of the positions and women 17% as of 2005. And in the highest level of 
management, such as CEO, in the private sector, men represent 96% of the positions 
and women only 4%. This represents unequal opportunities, which are unacceptable in 
the modern society, and this is now a major challenge for institutions and organisations 
to implement gender sensitive approach to their organisational management. 
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1.3.2 The Five Largest Companies in Denmark 
In order to illustrate more on the case of Denmark, the five largest companies in 
Denmark have been chosen as an example to investigate further in the terms of their 
executive committees and their corporate governance policies. The companies, A.P. 
Møller Mærsk, TDC A/S, Carlsberg Group, Danske Bank Group and Novo Nordisk 
A/S, have been selected in the Forbes, measured by their sales, profits, assets and 
market value, to be the valid example to represent the current corporate condition in 
Denmark. 
 
Figure 2: A.P. Møller Mærsk Group Executive Board:  
 
Mærsk – Møller executive board in 2008 consists of Nils Smedegaard Andersen - Partner and Group CEO, A.P. 
Møller – Mærsk, together with Thomas Thune Andersen - Partner and CEO of Maersk Oil, Claus V. Hemmingsen 
- Partner and CEO of Maersk Drilling and Maersk FPSOs, Eivind Kolding - Partner and CEO of the Container 
Business, Søren Skou - Partner and CEO of Maersk Tankers and Søren Thorup Sørensen - Partner and CFO 
Source: A.P. Møller Mærsk A/S, 2008 (a) 
 
Figure 3: A.P. Møller Mærsk policy of corporate citizenship: 
Equal 
opportunity 
employer 
Implemented global and local practices that strive to ensure equal job, career, 
reward, and development opportunities throughout the A.P. Møller - Maersk 
Group such as our global recruitment processes. The firm policy that any form 
of discrimination – or ridicule – pertaining to race, colour, gender, sexual 
orientation, age, disability, language, religion, political or other opinion, 
cultural background, ethnicity or other distinguishing characteristics will not 
be tolerated. 
 
Source: A.P. Møller Mærsk A/S, 2008 (b) 
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Figure 4: TDC A/S Corporate Management Team: 
              
Henrik Poulsen - President and CEO, Jesper Theill Eriksen - Senior Executive Vice President TDC A/S and 
President Mobile Nordic, President, International Holdings, Eva Berneke - Senior Executive Vice President and 
Chief Strategy Officer, Klaus Pedersen - Senior Executive Vice President TDC A/S and President Business Nordic, 
Carsten Dilling - Senior Executive Vice President TDC A/S and President Fixnet Nordic, Jesper Ovesen 
Senior Executive Vice President and Chief Financial Officer, TDC A/S (Photo N/A) 
Source: TDC A/S, 2008 (a) 
 
Figure 5: TDC A/S policies and projects towards diversity management: 
The Rose 
Award 
TDC will increase diversity and show social responsibility. In order to 
support this ambition, the Equal Treatment Committee 
(Ligebehandlingsudvalget) at TDC has established an equal treatment award 
– the Rose Award (Roseprisen). It is awarded once a year to a group or 
department, which has made special efforts to create equal opportunities at 
TDC. 
Diversity 
Management 
The most important being that with diversity management TDC is sure to 
create value both for its customers, shareowners, employees, and the 
community as such. Diversity management means that the individual 
employee is treated with respect and that focus is on individual qualities and 
unique competencies of the individual employee.  
Equal – 
Diversity and 
Social 
Responsibility 
project 
’Equal – Diversity and Social Responsibility” (Equal – Mangfoldighed og 
Socialt Ansvar) is the title of the unique partnership formed by TDC, the 
Danish State Railways (DSB), Specialisterne (the Specialists), and professor 
Steen Hildebrandt in the period between 2002 and 2004. The aim was to 
develop a Danish concept of diversity management, unifying sensible 
financial management and social responsibility. Funding from the European 
Social Fund allowed to experiment, which again enabled to see and prove 
that diversity can be a resource and an asset in the company.  
Women in the 
top 
management 
position 
The Corporate Talent Pool (CTP) that exercised as the pool of managers 
possessing potentials for senior management. TDC has set out a goal to 
increase the involvement of women in CTP. To possess more female role 
model leaders that would motivate other women to take part in the higher 
management positions.  
 
Source: TDC A/S, 2008 (b; c; d; e)  
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Figure 6: Novo Nordisk A/S Executive Management: 
         
From left: Lars Rebien Sørensen - President and chief executive officer (CEO), Jesper Brandgaard - Executive 
vice president and chief financial officer (CFO), Lise Kingo - Executive vice president and chief of staffs (COS), 
Novo Nordisk A/S, Kåre Schultz - Executive vice president and chief operating officer (COO), Mads Krogsgaard 
Thomsen - Executive vice president and chief science officer (CSO) 
Source: Novo Nordisk A/S, 2008 (a) 
 
Figure 7: Novo Nordisk A/S Executive Management Remuneration in 2007: 
Year 2007 – DKK 
Million/Executive Management 
Fixed 
salary 
Cash 
bonus Pensions 
Car 
allowance 
etc 
Total 
remuneration 
Lars Rebien Sørensen 6.0 2.0 2.0 0.3 10.3 
Jesper Brandgaard 3.5  1.2  1.2  0.3  6.2 
Lise Kingo 3.2  1.1  1.1  0.3  5.7 
Kåre Schultz 5.3  1.7  1.3  1.3   9.6 
Mads Krogsgaard Thomsen 3.5  1.2  1.2  0.3  6.2 
 
Source: Novo Nordisk A/S, 2008 (b): p81 
 
Figure 8: Novo Nordisk A/S policy towards creating EO and diversity: 
Actively 
promote 
equal 
opportunities 
and diversity
Promoting equal opportunities (EO) and diversity is a vital part of fulfilling 
the commitment to social responsibility and human rights. People with 
diverse backgrounds and perspectives are essential for creating and 
maintaining the innovative capacity that is fundamental to the continuing 
success of our company. The Novo Nordisk strategy on EO and diversity 
aims at strengthening the ability of the organisation to benefit from the 
opportunities of increasingly diverse societies. Novo Nordisk has developed a 
systematic approach to ensure that all current and future employees have 
equal opportunities in the company. In 2004 Novo Nordisk has made a set of 
guidelines distributed to all managers worldwide to ensure equal opportunities 
through all stages of employment from recruitment to termination. 
 
Source: Novo Nordisk A/S, 2008 (c) 
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Figure 9: Danske Bank Group Executive Committee: 
      
      
    
Peter Straarup – CEO, Tonny Thierry Andersen – CFO, Sven Lystbæk – Head of Shared Services Centre, Per 
Damborg Skovhus – Head of Credits, Steen Blaafalk – Head of Danske Markets, Thomas Borgen – Head of Fokus 
Bank ASA, Andrew Healy – CEO in National Irish Bank, Ilkka Hallavo – Head of Sampo Bank in Finland, Niels-
Ulrik Mousten – Head of Danske Capital, Lars Stensgaard Mørch – Head of Group HR and Communications, 
Henrik Normann – Head of Danske Bank, Gerry Mallon – CEO of Northern Bank, Mads Jacobsen - Senior 
Executive Vice President; Chairman of the board of directors of the Baltic units, Associated Member of the Executive 
Committee, Georg Schubiger - Senior Executive Vice President and Head of Group Business Development, Leif 
Norburg - Managing Director and CEO of Danske Bank in Sweden 
Source: Danske Bank Group, 2008 (a) 
 
Figure 10: Danske Bank’s project towards female leaders in the executive position: 
Women 
managers and 
executives in 
the Group 
Focus on increasing the number of female executives to ensure that 
all employees with executive potential have the opportunity to develop their 
talents. A development programme for potential female managers and 
executives was launched with the participation of 19 female employees from 
business areas and support functions. Together with the challenges of their 
daily work this will bring the participants an important step closer to their 
first leadership position. 
 
Source: Danske Bank Group, 2008 (b; c) 
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Figure 11: Carlsberg Group Executive Committee:  
 
From right: Jørn P. Jensen (CFO), Jørgen Buhl Rasmussen (CEO), Jan Hillesland (Group Sales & Marketing), 
Kasper Madsen (Group Supply Chain), Jesper B. Madsen (Asia), Mikael Aro (Northern Europe), Thomas Ekvall 
(Group Human Resources), Alex Myers (Western Europe, Export & Licence), Anne-Marie Skov (Group 
Communications). Missing from the picture is Anton Artemiev (Eastern Europe). 
Source: Carlsberg A/S, 2008 (a) 
 
Figure 12: Carlsberg Recruitment Policy: 
Equal opportunity policy 
for the recruitment 
guidelines 
Carlsberg operate in many countries and have customers from all 
sectors of society. This is reflected in the people Carlsberg 
employ. Promote diversity and do not discriminate on the grounds 
of sex, race, age, religion, disability or sexual orientation. 
Recruitment procedures always comply with the local legislation 
of the countries within which we operate 
 
Source: Carlsberg A/S, 2008 (b) 
 
When looking at the five largest Danish companies, according to Forbes (2008), it 
becomes clear that a gender diverse top management level is far from near. The five 
companies represented by A.P. Møller - Mærsk Executive Board with six males and no 
females, TDC Corporate Management team with five male members and one female 
member, Novo Nordisk Executive Management team with four male members and one 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 15 / 64 
towards women for top man
                                                       
female member and the Carlsberg Executive Committee with nine males and one 
female, Danske Bank Executive Committee with fifteen male members and no female 
members, show that there in total is 42 members and only three of them are female, 
which means that the male members constitute no less than 92.91 percent of the top-
managers, in this case. The female members possess following positions, Lise Kingo 
from Novo Nordisk - Executive vice president and chief of staffs, Eva Berneke from 
TDC - Senior Executive Vice President and Chief Strategy Officer, Anne-Marie Skov 
from Carlsberg - Group Communications. The companies that possess female members 
in their executive committee, Novo Nordisk, TDC and Carlsberg, have different 
transparency policies of their executive committee as well as their board of directors’ 
remuneration. TDC (2008 (f):164) and Carlsberg (2008 (b)) do not find it useful or 
reasonable to show the individual remuneration schemes, thus they show the total 
amount in their annual report. Whereas Novo Nordisk has illustrated detailed chart (see 
Figure 7), showing their members’ remuneration scheme in the individual basis. The 
female member in the executive committee in Novo Nordisk receives the least amount 
of remuneration, compared to the other members of the committee, even though they 
are, practically speaking, in the similar position with same sum of responsibilities and 
duties.  
The five largest companies in Denmark all have issues when it comes to creating a more 
gender diverse top management level. However one cannot conclude that this is due to 
failed strategies or unwillingness to create a diverse top management. Each of these five 
companies has corporate governance policy towards their employees that create equal 
opportunity, regardless of their identity factors, including gender.  
In addition to this, the companies have different support systems and programs for their 
employees towards their development of qualifications, employability and career 
opportunity. A. P. Møller Mærsk, Novo Nordisk and Carlsberg have a broader 
perspective on their policies towards their employees, but do not have specific policies 
agement, while Danske Bank does not have general 
 
1 (39/42)*100=92.9% 
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diversity policy, but specific policies specially targeted towards women. TDC has 
extensively implemented several projects and policies towards its employee diversity, as 
well as specifically targeted gender policies towards creating more opportunities for 
women at the top executive level.      
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1.4 Problem Formulation 
What benefits could companies gain by creating gender diversity at the top 
management level?  
The problem formulation will be answered with help from the theories presented in 
chapter three. The diversity theory will help explaining the different stages of diversity 
that a company can achieve and the opportunities for development that they provided. It 
also shows how diversity influences the single company in general terms and in relation 
to the top management.  
The empirical data from the five largest Danish companies serve the purpose of 
exemplifying the gender imbalance that is present at the top management level. Their 
policies on diversity is used to elaborate on the general focus on the area and the 
initiatives that are launched to help create a more gender balanced top management 
level.    
The empirical studies presented on the financial benefits, are used to demonstrate that 
there are clear gains for the companies, if they manage to create gender balance, and 
these gains also show at the bottom line.   
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1.4.1 Research questions 
1. What are the social behaviours and values that are constructed by men and 
women? 
Understanding the social behaviours that are constructed by men and women will help 
determine some of the reasons that lie behind a male dominated workplace at the top 
management level. This will help questioning gender roles and aspects of the work 
society that today is considered to be normal. A general conception of these reasons is 
important in order to fully understand the different aspects of the issue.       
The Social Role Theory is used to explain the behavioural differences between men and 
women and how this affects one’s way of leading and the way one is perceived as a 
leader, all important when functioning as a leader and moving up to the top 
management level. It also gives indications of the different approaches of men and 
women having to have the decision making power, which affect the relationship 
between the members of the top management. 
 
2. What are the differences and similarities of male and female leadership styles?   
The Social Role Theory is used to clarify the expectations that women face in their daily 
life and at the workplace. This gives an insight into the different roles that women are 
expected to fulfil and how they classes. 
In relation to the project report, the Social Role Theory is also used to show how 
differences in male and female behaviour can be reversed to benefits, so that the 
perception of a good leader is broadened. This entails looking at the different effect 
male and female behaviour have at the workplace and how it can support one another.   
The characteristics of male and female leadership styles are explained through the 
theories of transactional and transformational leaders and general differences in male 
and female leadership. Answering the question is of high significant for understanding 
outcomes of gender diversity at the top management level. This question set out to 
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investigate the assumed differences in male and female leadership styles and their effect 
on a company and how this can be understood and used in a wider aspect.       
 
3. What are the cultural aspects influencing the development towards a gender 
balanced top management level in Denmark?  
The Five Cultural Dimensions by Hofstede is used to explain the general Danish culture 
in relation to work environments, and how male and female values influences the 
workplace in relation to the values that are considered important, to become a part of 
the top management.  
It is important to know the common values that influence the society and shape the view 
on women in general and in top management position in order to understand the 
conditions they are working under.    
This is relevant when looking at the development at the labour market, and the obstacle 
and prejudices women need to overcome when being in a leading position. An 
understanding of the cultural reason will help shaping an understanding of not only the 
present situation, but also the development that are needed, in order to create a more 
gender balanced top management level at the Danish companies.   
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2 METHODS  
The methodological choices made throughout the project work will, in the following 
chapter, be explained. The methods chapter has been produced to give an understanding 
of the choices that have influenced answering of the problem formulation.  
 
2.1 Research Focus 
Inequality between men and women are a major issue that entails many different 
aspects. Even when narrowing the issue down to inequality at the workplace and top 
management level, many issues can be raised. Therefore it has been decided to clarify 
on the implications of the research focus and the process of narrowing down of the 
project.  
The motivation to write this project started out with the investigation of successful 
leaders in general and their characteristics. And then the project focus turned into the 
idea of questioning reason behind, to our knowledge, the very few female successful 
leaders in the business area. The speculation continued investigating on the methods 
that could create gender balanced workplaces. One of the very common methods was 
gender mainstreaming that it has been implemented in several countries. Gender 
mainstreaming and other methodological approach to the issue resulted positive for the 
gender ratio in the recent years, but still the absence of women at the top management 
level was evident. Therefore it was decided to investigate the causes of the imbalanced 
gender ratio at the top management level, and what a company can gain, when 
possessing a gender balanced top management.     
Top management is chosen to be the focus of the project, as compared to the lower and 
middle management of the company, the gender imbalance is most present in this 
segment in the organisations, according to the data in the problem area.  
In our project, we will use the data from the five largest Danish companies’ (according 
to Forbes, 2008) top management level. The companies have been chosen as examples 
of stages of diversity at the top management level. As well as because the division 
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members are deemed as indep
                                                       
among the top managers are clear, unlike smaller companies where the same person 
might poses more than one top management position.  
Top management will refer to the executive board and committee of the company, such 
as CEO and other Chief Officers, Vice Presidents and Heads and Directors of the 
company. The definition, ‘top management’ has been made for mainly two reasons; 
First of all, diversity among top-managers and the outcomes from this can only be 
investigated, if more than one person is in question. It is there for necessary to 
investigate a segment of top-managers in a given company, since diversity entails more 
than one person. Secondly, diversity among different top-managers in different 
companies does not have a direct effect on the leading style in the single company. The 
project focus only entails the executive board and the committee, as the board of 
directors sometimes consists of people who have a close link to the company’s main 
shareholders. Moreover, according to the Danish Financial Business Act, the members 
of the Executive Board may not sit on the Board of Directors.  
The companies that regarded OMX’s recommendation2 to be a good governance model 
voluntarily implemented the number of rules to their corporate governance. One of the 
recommendations that are given by the OMX Nordic Exchange Copenhagen (2005), 
chapter V - 4a point was that the at least half of the board member being elected in the 
General Annual Meetings be independent. And it was not considered to be independent, 
when a board member has a close relation to the any of the main shareholders. All five 
chosen companies implemented the recommendations that are given by the OMX 
Nordic Exchange Copenhagen. Danske Bank (2008 (d)) is the only that follows the 
recommendation fully, by following the V - 4a recommendation from OMX, as all of 
the Board of Directors is fully independent, except the members that are nominated by 
the staff, while Novo Nordisk’s (2008 (d):6) majority of the shareholder elected 
endent. While A. P. Møller Mærsk (2008 (c)) Carlsberg 
 
2 The Nørby Committee's (OMX) report 'Recommendations for good corporate governance in Denmark - Corporate 
Governance in Denmark' has given a set of recommendations for what is considered good corporate governance in 
Denmark. The companies consider and draw inspiration from the recommendations for corporate governance with a 
view to making it more attractive to invest in Danish listed companies and improving Danish companies' access to 
capital by attracting foreign investors 
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(2008 (c)) and TDC (2008 (f):163) do not consider the recommendations to be the most 
necessary condition for good governance of the company, unless the elected board 
member’s academic background is insufficient for performing high quality decisions 
and duties. Therefore, choosing to investigate the executive committee has been taken 
into consideration for the above reasons. 
The country Denmark has been chosen for two main reasons. First of all, it is believed 
that a more focused case study will create a more detailed understanding of the different 
factors in play. Second of all, the Danish development in this area is interesting.  
According to Holt (2006), the OECD states that Denmark is the country in the world 
with the most women at the labour market and the women and men in Denmark have 
the same education level. This indicates that the education system has, in many ways, 
managed to create equal opportunities for career and jobs. However this does not show 
when taking a closer look at the women’s position at the labour market; even though, 
they have good jobs, men with the same qualifications have even better jobs. At the 
same time Denmark is considered to have the most gender divided labour market in the 
world.  
These different factors make the Danish labour market a very interesting case when 
investigating the benefits a company can gain from more women at their top 
management level.  
 
2.2 Metatheory 
In this project, Social Constructionism has been chosen to provide a general meta-
theoretical framework for the project. The Social Constructionism has been talked 
common among the activists who debate on race, gender, culture and science. This was 
due to the liberation of understanding as not fixed, but rather constructed historically 
that it is the product of social forces and ideology.  
The earliest use of Social Constructionism was the Berger and Luckmann’s (1966) 
Social Construction of Reality. They claimed that the everyday experience is structured 
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by the time and space and the result of the human interaction with each other and the 
nature. If ‘A’ and ‘B’ are the original creators of the certain reality, then they can 
always reconstruct the idea and the establishment of the circumstances or part of it.    
Later Ian Hacking further developed the concept of social constructionism. One of his 
statements which caught the attention in this context was “Don’t first define, ask for the 
point” (Hacking, 2001:5). This is a good description for the difficulties in finding a 
definition of gender. The primary usage of Social Constructionism was to raise 
awareness in the society, in our case, thus bringing up gender, was to raise awareness on 
the inequality between two sexes in order to bring the consciousness in the need of 
power relations’ reform.  
Hacking’s perception of social constructionism evolves around the following quote 
describing social constructionist’s attitude towards a given phenomena, in this case 
represented by “X”, in this project it is “Gender”: 
“X need not have existed, or need to be at all as it is. X, or X as it is at present, is not 
determined by the nature of things; it is not inevitable” (Hacking, 2001:6).  
And, as Hacking argues; 
“Very often they go further, and urge that: …. X is quite bad as it is…..We would be 
much better off if X were done away with, or at least radically transformed” (Hacking, 
2001:6). 
Applying Social Constructionism to our project will help to understand the fundamental 
construction of sex/gender and its different perception over the last few decades’ 
existence. Social Constructionism will give general insight to our project with its 
essential usage of bringing awareness to the given object and helping us to understand 
the phenomena from the social construct perspective and moreover recreating the part 
of the phenomenon in a different sense.  
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2.3 Methodological Approach 
The methodological approach can be explained as the relationship between theory and 
social research. For this project the methodological approach has been mainly 
deductive. Even though an inductive approach has been taken to the research and 
analyse of the empirical material. The following section will explain the methodological 
approach, and aim to give an explanation to the methodological choices made 
throughout the project.  
The deductive approach entails that the relationship between theory and social research, 
but the gathering of theory and the development of hypothesis before assembling and 
processing empirical data. This means that the theory and hypotheses; in the case of the 
project, that companies can benefit from a more gender equal top management, comes 
first and guide the gathering and processing of empirical data.    
Despite the deductive approach to the research methods, the project also holds aspects 
of the inductive approach. Contrary the deductive approach, the inductive approach put 
the gathering and processing of empirical data before developing theories. The inclusion 
of the inductive approach has been made as an attempt to ensure, that the theories do not 
dominate the conclusions reached in the project report. This will give a more vary 
picture of the situation and make the conclusions more applicable. 
It is far from easy, not to let the theory in a deductive project take over. But by being 
aware of the advantages and disadvantages following this approach, the aim is to 
produce a project that is able to see the issues from multiple perspectives and do not to 
take any assumptions for granted.   
 
2.4 Use of Theories 
The project report has been built on four theories that will help to understand the issue 
surrounding gender inequality at top management level. It serves as elaborating on some 
of the issues that are mentioned in the analysis part of the project.  
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The four theories are: Five Cultural Dimensions, Social Roles Theory, Leadership 
Styles and Diversity Theory. 
To begin with Five Cultural Dimensions that explains two types of society; masculine 
and feminine. It will try to answer/elaborate on where Danish work culture is placed. 
Geert Hofstede is the author of studies on the masculine and feminine cultures in 
society. Dutch Professor Geert Hofstede, Emeritus Professor, Maastricht University, 
focuses on the interactions between national cultures and organizational cultures.  
The Social Role theory will help to understand the historically constructed notion of 
gender/sex roles in the family and work setting and the society as a whole. Moreover, 
picture of stereotyping and glass ceiling at the workplace that is constructed through the 
Social Roles in the society, can help to understand the current gender unbalanced top 
management level in the organisation setting.  
Afterwards the different types of leadership styles will be presented. The purpose of 
leadership theories is to discover how certain people achieve mobilizing their co-
workers and material resources to promote effectiveness and motivation, which are the 
basic of requirement of company/organization efficiency. 
As leadership is a broad subject, the stress lays on leadership styles. Two types of 
leadership styles will be presented in order to give an overview and understanding of 
different ways men and women lead. Alice H. Eagly is an author of books on the 
differences between men and women in leadership, and her thought will be presented in 
the theory chapter. Alice H. Eagly is a Ph. D professor Department Chair Social 
Psychology at Northwestern University. Professor Eagly has published widely on the 
psychology of attitudes, especially attitude change, attitude structure, and attitudinal 
selectivity in information processing. She is equally devoted to the study of gender, 
with a focus on the social behavior of women and men and a special emphasis on the 
study of leadership and on evolutionary issues.  
The Diversity Theory has been chosen to give an understanding of not only the different 
stages of diversity, a company can reach, but also the special dynamic that is created at 
a diverse the top management level. This is relevant, because it shows, that it is not 
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women and men themselves that creates new results, but their interaction. Robin J. Ely 
is a Professor of Organisational Behaviour at Harvard Business School. She investigates 
how organisations can better manage their race and gender relations, while at the same 
time increasing their effectiveness. David Thomas is a Senior Associate Dean, Director 
of Faculty Recruiting and H. Naylor Fitzhugh Professor of Business Administration at 
Harvard Graduate School of Business Administration. He is a recognized thought leader 
in the area of strategic human resource management. His research addresses issues 
related to executive development, cultural diversity in organizations, leadership and 
organizational change. 
 
2.5 Sources and Empirical Data 
The background information for the project report has been gathered from different 
sources. The extensive amount of empery has been collected from the companies’ 
official websites, making sure that the empirical data have been collected from the 
primary source.  
For theories and analytical understandings of the projects, the aim was to use the 
primary sources. The intention of using mainly primary sources when it comes to the 
literature is due to the assumption that the original author’s thoughts and ideas give a 
better understanding of the theories. It also gives the opportunity to analyse and 
interpret the original thoughts instead of understanding on others’ interpretations. 
However, due to some complications in getting the original literature secondary sources 
will in some cases be used. In these cases, it is trusted that the authors that refer to the 
literature are professionals and use and understand the theories accurately. Furthermore, 
different researches and questionnaires have been used in the analysis to support the 
statements in the project.  
Secondary empirical data has been used for analyzing the economical side of the project 
as well as the Eagly’s researches has been used to support the theories. The secondary 
empirical data that has been used in the project is elaborated below.  
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Research I: Alice H. Eagly’s researches on Leadership (Karsten, 2006) 
Many studies have been conducted by Alice H. Eagly to explore the leadership style of 
women and men to determine whether they carry out leadership roles differently. Task-
oriented style versus interpersonally oriented style; democratic versus autocratic; 
investigation made on whether these styles have been differed by gender.  
Eagly and Johnson’s meta-analysis research (see Appendix A) of the 162 available 
studies, which covered studies between 1961 and 1987 that compared women and men 
on these styles. The studies also shows whether the differences in leadership style 
varied based on the setting; organisational, laboratory or assessment settings.  
Eagly, Johannesen-Schmidt and Van Engen’s meta-analysis (see Appendix B) on 45 
studies examined women and men on transformational, transactional and laissez-faire 
leadership styles. In these studies, the authors selected the most widely used measure of 
transactional and transformational leadership styles – Multi Factor Questionnaire 
(MLQ).  
Eagly, Karau and Makhijani (see Appendix C) quantitatively covered 76 studies that 
compared women and men related to their effectiveness who occupy leadership roles in 
institutions and organisations. In the leadership review the effectiveness was measured 
by subjective degrees of ratings anchored by poor leaders and outstanding leader.  
 
Research II: Guld værd for bundlinien (Kossowska et al, 2005) 
An investigation done by Anna Maria Kossowska, Nina Smith, Valdemar Smith and 
Mette Verner for the Danish Minister for Gender Equality (Minister for Ligestilling) 
shows that Danish companies with women in the top management have higher yields 
than those that do not have women at the top management level. The investigation is the 
first of its kind in Denmark, and makes it possible to see the issue from a much closer 
perspective than otherwise done through the international investigation, presented later 
on.  
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stry.     
executive positions until 1992
                                                       
The data is collected from approximately 2300 larger Danish companies from 1992-
2001, the study divides the management level into three areas: Chief executives 
corresponded to managing director, managers responsible for main activities 
corresponded to cross-disciplinary managers and supervisory board membership 
counting both the inclusive and exclusive staff-elected members. In the final stages of 
processing the data, different multivariate methods such as line of business, size and age 
of the company, where taking into account. Before this, there were both negative and 
positive effects to be found in relation to women in the top management and the bottom 
line. But with these factors in play, the analysis of the data suggests that there is a 
significant positive connection between women at the top management level and the 
bottom line or that there is no difference from the companies without women at the top 
management level.  
 
Research III: Women in the Executive Suite Correlate to High Profits (WESCHP) 
(Adler, 2001) 
This study is done over a period of 19 years (1980-1998) of 215 fortune 500 
companies3 show that the 25 fortune 500 companies that have promoted women into the 
executive suite and high profitability are between 18 and 69 percent more profitable 
than the medium fortune 500 companies in their indu
The firms were evaluated on three different measures, and the investigation reveal that 
high scores on all three measures correlated to higher profitability.  
The firms provided information on the number of women on their top 10 executive 
positions, the next 10 executive positions and the board of directors since 1980. Two 
points were given for each woman in the first 10 executive positions for the years to 
1992 and one point for later years. One point was given for each woman in the next 10 
 and one half point for later years. One point was given 
 
3 The Fortune 500 is an annual list made by the Fortune magazine, ranking the 500 largest United States corporations, 
measured by their gross revenue 
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for each woman on the board of direction till 1992 and one half point for the remaining 
years. In the end, the 31 firms that scored the highest were evaluated for profitability. 
Six of the firms did not have the needed data, leaving 25 for further evaluation. The 
measures of profitability were divided into four; profit as a percent of revenues, assets, 
stockholder equity and it was determined whether or not the firm was higher than its 
industry median counterpart. The conclusion showed that the firms with a high number 
of women in executive positions outperformed their industry median firms on all these 
measures. The companies with the best scores for promoting women were more 
profitable than those that had received median scores. 
 
Research IV: Bottom Line: Connecting Corporate Performance and Gender 
Diversity (Catalyst, 2004) 
The most recent study in the area is ‘The Bottom Line: Connecting Corporate 
Performance and Gender Diversity’ from 2004, 353 Fortune 500 companies were 
investigated. The conclusions are very similar to the ‘Guld værd for bundlinien’ and 
‘Women in the Executive Suite Correlate to High Profits’ studies.   
In this study, the companies with most women in their top management had better 
profitability than the companies with few or no woman. The average Return of Equity 
(ROE) in the companies with most women at the top management level were 35,1 
percentages higher than the companies with few or no women at the top, management 
level, like the average Total Return to Shareholders (TRS) were 34 percent higher. 
Looking at the specific industries, the companies with more women all experienced a 
higher ROE than those with no woman and the same was the case in four out of five 
industries when looking at the TRS.   
Since there are both well performing companies with a gender diverse top management 
and well performing companies without a gender diverse management, the study moves 
on investigating the top 88 companies at the Fortune 500 list and the bottom 89 in 
relation to gender diversity. The findings did, in this case, also show that the Fortune 
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500 companies with the most diverse top management outperformed those with the 
lowest, when it comes to the both ROE and the TRS.  
 
2.6 The Group  
Being in a group entails many challenges and opportunities. Every group is unique and 
gives one the opportunity to challenge opinions and see new perspectives, especially 
considering the international environment. This section will give an insight into the 
influences the composition of the group has had on the project report.   
The group consists of three members, all from different countries and cultures: Poland, 
Mongolia and Denmark. This gives an extraordinary opportunity to see things from 
different perspectives and not let one general assumption guide the project. In this case, 
it meant that things that might be considered as normal for one group member could be 
new and unknown for another. This raises many interesting discussions that have taken 
the project into new directions.  
Each member of the group has different language as their mother tongue. 
Misinterpretation in language or cultural values might have occurred, but it has 
challenged the research method and the understanding of the concepts and theories to be 
developed to a greater extent, as a result of argumentation in contrasting opinions and 
ideas. 
The members of the group are all females, making it important to be aware of the 
prejudices one might have towards the gender situation at the labour market. This is also 
the reason why, the project report does not focus on finding the best way of leading in 
line with our philosophical approach, but instead concentrates on the benefits that are 
created, when men and women work together at the top management level. 
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3 THEORY 
Chapter three is written to give an introduction to the theories that have helped to form 
the project report and answer the problem formulation and research questions. 
The project report consists of different theories that all serve the purpose of giving 
theoretical understanding of the issues in the problem. They all contribute to the final 
project report in different ways, and all are important for the understanding of the 
current situation and the different factors in play.  
 
3.1 The Five Cultural Dimensions  
The five cultural dimensions by Geert Hofstede have been chosen to give a cultural 
understanding of the country that the investigation is taking place. These are important 
for the investigation, because a general understanding of the factors in play is needed, if 
a thorough and accurate analysis is the aim. 
Additionally it is also considered important that a mutual understanding of Danish 
society is established, in order for the debate to be relevant and thorough that reach final 
conclusions.   
Hofstede has, in his studies, tried to map out the difference between gender roles and 
work culture in societies that are considered to be either highly masculine (i.e. Japan, 
Austrian or Venezuela) or highly feminine (i.e. Sweden, Denmark or Norway). In this 
project report the definitions will be used to explain the characteristics within the 
Danish society that places it in the feminine group (Hatch, 2006). The conclusions 
reached about the Danish society will mainly be used to provide a common 
understanding, but it will also play a role in the analysis part of the project report, given 
that the theory makes it possible to understand the reasons that lie behind the different 
arguments.  
The differences, between the masculine and feminine societies, can, in general, be 
explained as the separation between gender roles within the society in question. In 
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highly masculine cultures, men are expected to be assertive; meanwhile women are 
expected to be more nurturing by nature. In highly feminine societies, the separation 
between the genders is found to be less pronounced and they are therefore often 
considered to have a higher state of equality between the genders.  
Looking at the culture from a work related view, the masculine societies favour work 
goals linked to career advancement and earnings, such as assertiveness, decisiveness 
and selling oneself. The feminine societies, on the other hand, concentrate on work 
goals in a relation to interpersonal relationships, service and preserving the physical 
environment, like quality of life and intuition are seen as important. The members of the 
feminine society, however, have a tendency to ridicule assertiveness and to undersell 
themselves (Hatch, 2006).  
On his webpage, Geert Hofstede deals with the different cultural aspects that one might 
meet when working in an international company or in other ways, work together with 
different cultures. The cultures are explained by the help of Hofstede’s five cultural 
dimensions; Power Distance Index (PDI), Individualism (IDV), Masculinity (MAS), 
Uncertainty Avoidance Index (UAI) and Long-term Orientation (LTO). The dimensions 
are individually ranked from 0-100 per cent, the lower the per cent, the more feminine 
the society (Hofstede, 2001). 
The Power Distance Index refers to the extent that less powerful members of an 
organization, institution or family accepts and expects the power to be unequally 
divided. This perspective sees power from the bottom up and assumes that inequality is 
just as endorsed by the subordinates as by the leaders. The fundamental believe is that 
all societies are unequal; some are just more unequal than others (Hofstede, 2001).  
The Individualism consists of two sides; the individual side and the collective side. 
The individual side refers to societies where ties between individuals are loose; meaning 
that individuals are expected to look after themselves and their nearest family. The 
opposite is the collective side, where individuals are put into strong groups, which 
extend their family, right after birth. It is important to keep in mind, that the groups are 
not state founded (Hofstede, 2001). 
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to the assumed connection bet
                                                       
The Masculinity deals with the different gender roles and values in a society. The 
female values are characterised as modest and caring, while the masculine values are 
assertive and competitive. It is worth noticing that women in feminine countries have 
the same modest and caring values as men, whereas in masculine countries, tend to be 
more assertive and competitive, but not to the same extent as men (Hofstede, 2001).   
The Uncertainty Avoidance Index distinguishes between uncertainty avoidance 
cultures and uncertainty accepting cultures. Uncertainty is understood as the members’ 
tendency to feel un/comfortable in unstructured situations. The uncertainty avoidance 
cultures tries to avoid unstructured situation by implementing many rules and 
regulations, like they believe that there are one truth and the members of the culture are 
often emotional. The uncertainty accepting cultures, on the other hand, try to have as 
few rules and regulations as possible, like different religions and opinions are more 
tolerated, the members tend to be phlegmatic, contemplative and less emotional 
(Hofstede, 2001).  
Last, the Long Term Orientation is put in contrast with the short-term orientation and 
deals with the virtue regardless of truth. Values that are identifying the long-term 
orientation are thrift and perseverance, while the short-term values are respect for 
traditions, fulfilment of social obligations, and the ability to protect one’s ‘face’. The 
dimension is closely linked to the teaching of Confucius4, and is therefore often applied 
to Asian countries (Hofstede, 2001).  
 
3.2 Social Role Theory 
Social Role theory will give an understanding of general differences in behaviour 
between men and women and how the perception of these two can influence the top 
leadership positions. Several authors have worked on this theory, but Alice H. Eagly 
will primarily be presented in the project report. This theory is a part of the project due 
ween leadership styles and human behaviour.  
 
4 Chinese philosopher and philosophy (500 BC) that deals with the individual’s duty as a citizen 
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In general, Social Roles are described as socially common expectations that concerns 
people, who occupy certain social positions or a member of a certain society group or 
category. Due to history, men and women were delegated to labour tasks that were in 
harmony with their physical strength. Men were more likely to perform tasks that 
require more strength, speed and capability to be away from the family/home for long 
periods of time. On the other hand, women now and then were more likely to stay home 
and be close to the children and in-house activities. The result of the disparity of social 
roles occupied by both gender, based upon the division of labour, made the gender roles 
develop expectations for the behaviour and characteristics of men and women. 
According to Eagly, men are supposed to be a part of the masculine gender role that 
reflects agentic characteristics, and women are expected to complete the feminine 
gender role that reflects communal qualities (Karsten, 2006).  
Social Role Theory states that people develop expectations for their own but also 
other’s behaviour. The assumption for this gender behaviour is believed to be right for 
men and women in the society, which means that people behave according to how 
“other” people expect them to behave. In the same way, people develop their 
expectation towards behaviour that would be appropriate for leaders. The expectation 
concerning leadership and gender will interact and sometimes clash. The potential 
disagreements in roles of men and women could help explain the different behaviour in 
female and male leadership. An idea that leaders are, in the same time, observed in 
conditions of their gender and their role in a company is consistent with the concept of 
gender role extends, which is described as “carryover into the workplace of gender-
based expectations for behaviour” (Karsten, 2006:194).  
When expectations are learned by gender role in a company setting, one of the 
consequences may describe that women are very often not regarded as common 
manager, but described as ‘female bosses’ or ‘female managers’. Women go against 
conventional female behaviour, by fulfilling people’s expectations in relation to 
leadership (Karsten, 2006).  
Descriptive and injunctive social norms, in a large way, make it easier to maintain 
loyalty to the traditional gender roles. The descriptive roles offer information on how 
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people behave similar in specific situations. Thus, people seem to be looking into the 
behaviour of same-sex of others to establish the right way to act in particular situations 
that are unclear and confusing (e.g. what gender proper clothes should be worn to an 
official reception). Even though deviations from the descriptive norm might not lead to 
a clear social disapproval, very often, they bring out surprise from others, which, in the 
same time, can be threatening for social interactions. Injunctive norms concern the 
expectations of how people should behave. Women and men that disobey injunctive 
norms with regards to gender role behaviour (e.g. a husband should be the provider for 
his family) are more likely not to be approved by the society. The descriptive and 
injunctive norms make it easier to maintain individuals’ loyalty to the accepted gender 
roles, because deviations from these are more likely to create uncomfortable social 
interactions (Karsten, 2006).  
The social behaviour has again and again been documented in the research of gender 
stereotypes. Usually men are expected to own very well developed agentic qualities, 
this includes being masterful, independent, competent and assertive. Women, however, 
are expected to have high level of communal attributes; this includes being unselfish, 
friendly, emotionally expressive and concerned with other people. These stereotypes of 
gender roles have risen from the distribution of men and women into a precise but in the 
same time, different social roles in ordinary settings (Karsten 2006).                                                  
The distinctive agentic content of male gender role is believed to derive especially from 
men’s typical role in the society and economy. The female gender role is believed to 
arrive from a domestic, but also from the occupational role, where women occupied 
some positions disproportionately (e.g. teacher, nurse or secretary). The Social Role 
Theory states that the “gender differences in social behaviour are partly caused by 
people’s tendency to behave consistently with their gender roles” (Karsten, 2006:195). 
In the same time, gender role approve a different kind of power for women, when the 
power for women has been explained as personal, indirect and imitated as opposed to 
direct, status-derived and authoritative. One can say that women who implement female 
leadership style, or engage in a male-dominated management position, are more likely 
to be evaluated in a negative way. This can be understood in terms of evaluation of a 
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woman leader that for example believes in improving results through a better work 
environment (Freeman, 2001). 
According to Eagly, prejudices may result, when there is a clash between the female 
gender role and typical leader’s role. The reviews have emphasized that women are less 
directive and autocratic, as well as less effective when performance and ability were 
taken into account, and to a minor extent less devalued as leaders in relation to men. 
However, the differences were minor. It also shows that women are more 
interpersonally oriented, transformational and democratic than men. These three 
characteristics are good for leadership comparing the overall finding, where women 
were evaluated as more efficient than men, in spite of, the untraditional managing styles 
that maybe less valued in a company. Eagly’s results of the research give importance on 
the fact that discussion of the differences between men and women in leadership may be 
exaggerated and fairly small (Karsten, 2006).   
 
3.3 Leadership Styles 
Abraham Zaleznik (1977) argued in his Harvard Business review paper that leaders are 
risk takers, loners and visionaries. The leadership theories have developed from studies 
of organizational management. The theories deal mainly with characteristics of leaders 
in management (Vianello et al, 2000). The leadership style will be present in the next 
part, followed by a debate of the typical male and female leadership styles.  
The difference of leaders in behaviour, personality, attitude and needs have been 
discussed since the 1970s. According to A. H. Eagly there are two types of leadership: 
transformational and transactional.                                                                                                         
Transactional leaders are engaged in a trade of relationship with subordinates and 
focus on teamwork, solving problems and task accomplishment (Freeman, 2001). There 
are two approaches to the transactional style. The first one is a task-oriented style, 
where the achievement of the task is taking place through task-relevant activities. The 
other one is called interpersonally style, concerned with continues interpersonal 
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relationships by tending to others interests and ethics. Some studies make a distinction 
between leaders that behave autocratically and democratically. Autocratically leaders do 
not allowed the subordinates to participate in the decision-making process, whereas the 
democratic allows them to be a part of it (Karsten, 2006). A transactional leader works 
through creating structures and it is therefore clear for the subordinates to know what is 
required from them. When a transactional leader assigns his subordinate an assignment, 
he/she is fully responsible for it, whether or not they have the needed resources to carry 
it out or not. The subordinate is considered to take the fault if the assignment goes 
wrong. The transactional leadership engages in a high way commitment “to follow the 
rules”, and therefore these types of leaders keep stability within the company, rather 
than promoting new changes. Skills of transactional style are important for 
companies/organization however, in the modern world many companies need to change 
in order to be successful, and effective leaders should also adopt this approach (Daft, 
2005).  
Transformational leaders’ interest lies in serving as a “role model” and influencing 
subordinates. These kinds of leaders are likely to develop their subordinate’s potential, 
and in that way give more to the organization (Karsten, 2006). A highly motivated and 
confident leader is entirely involved in his/her vision of transformation and change, and 
motivates others to follow his/her steps to achieve goals. His/hers subordinate develop 
attachments and trust in their leader, they become strongly motivated and dedicated. 
The subordinate develops his/hers skills through being challenged by their leaders in 
new task areas (Daft, 2005). What differentiates these leaders is how they develop the 
vision and how they implement it in their minds of the employees of a company. 
Usually the vision can be developed by a leader or by the senior team after broad chain 
of debates. It is also important for a transformational leader to constantly present the 
vision to the subordinates.                           
Transactional leaders encourage stability, whereas transformational one’s purpose is to 
create change in the company as well as develop subordinate (Daft, 2005). These two 
types expand both organizational and cultural boundaries, and have been evaluated and 
confirmed in numerous studies.  A leader can present varying level of both styles. The 
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styles do not exclude one another and a mixture of both may develop into a very 
effective leader (Aarons, 2006). Further on an effective and good leader use both type 
of leadership patterns. They put emphasis on casting the vision, energize others and 
build on it (transformational style skills), but also to design structures, control system 
and reward system in order to help people to achieve the casted vision (Daft, 2005). 
 
3.3.1 Gender Differences in Leadership Styles 
Differences in the way male and females tend to lead are very important for the project 
and have therefore been investigated with the help from the following theories. It should 
be noted, that this is only general views, and that some male and female leaders lead 
differently and take over the opposite leadership style or practise a combination.    
The author Robin J. Ely (2003) explains why women are not present at the top 
management position. In her book “Leadership: Overview”, she describes four 
framework of change and understanding the lack of women leaders in top management 
positions. 
The first one speaks about how the gender role socialization has made women less 
skilled in competition on the business market. She suggests that women can develop 
these skills (assertiveness, task focus, logical thinking) in order to reduce the gap of the 
effect of their socialization (Marturano and Gosling, 2008).  
The second approach recommends that the differences between men and women should 
be noticed. The differences can be beneficial for a company by using the values and 
understanding characteristics of a woman.  
The third approach suggests that company’s code of conduct or policies such as; 
working hours, recruitment procedures, promotion rituals etc are the factors that hold 
women back from commitment to a company.  
In the fourth approach, they reject the assumptions of sex-linked traits and skills and 
move away from the women’s underrepresentation as the focal problem. Rather the use 
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the occasion of women’s underrepresentation to ask other question of “who else is 
missing from leadership roles?” (Ely, 2003:156). 
The only observed existing difference between men and women managers concerns the 
democratic or participative style that women perform more often than men (Alvesson 
and Billing, 1997). Their style is less autocratic or directive. Female and male 
managers in organizational context did not differ in their tendencies to use 
interpersonally and task-oriented styles (Karsten, 2006:187). 
In general, the differences between female and male leaders in their style almost do not 
exist. They occur in some certain situations, but they are still fairly undersized. 
Although, female leaders more or less adopt the democratic and participative style 
coherent with the role of the female sex (Alvesson and Billing, 1997). 
Both the transformational leadership and the contingent reward aspects of transactional 
leadership can offer a comfortable context for female’s performance of competent 
leadership. Even though this kind of approach to leadership can be efficient for men as 
well, it can be more critical for women to show their competences in the way that 
clearly supports the subordinates and the company as such (Karsten, 2006). 
One should also accept that even if there are differences between men and women, and 
the way in which they behave as leaders in specific cultural or historical situations, it 
should not blind the picture of broad dissimilarity within these two categories. Some 
women can easily be seen as autocratic leaders, and on the other hand, some men can be 
seen as democratic leaders (Alvesson and Billing, 1997).  
 
3.4 Diversity Theory 
Creating a more diverse workplace when it comes to employees in relation to race, 
gender, age etc. can benefit the workplace not only when it comes to the work 
environment and outcome, but also in relation to customer care and exploring new 
market opportunities. 
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stage. If a company chose to
                                                       
The theory will be used in the analysis to understand and explain how it can benefit 
companies to work towards a more diverse top management level. The theory can be 
considered as highly descriptive, and serves therefore the purpose of exemplification the 
different stages of diversity. Even though the theory focuses on many different forms of 
diversity, the focus will be on gender.   
Workforce diversity is made up of people with different human qualities or who belong 
to various cultural and ethnic groups, where diversity refers to human differences in 
terms of age, gender, ethnicity etc (Daft, 2005). Pondering on recruiting people with 
different background, such as; race, nationality, gender etc, companies can draw in and 
maintain the best human talents. As Myrtle Potter5 said “keep (their) eyes focused on 
identifying the best people possible, remain open-minded about what constitutes being 
the best, and have no preconceived notion about what talents look like, then 
(organizations) find the best people” (Daft, 2005:456).  
According to David Thomas and Robin Ely (2006), companies that implement diversity 
strategies go through three stages. All companies do not achieve all stages, but each 
stage creates a more diverse workplace, and gives different benefits.  
The first stage is the discrimination and fairness and is often linked to official 
regulations and results in systems of self-assessment, which have been used by others 
before, and therefore are tested and recommended. Even though this stage often results 
in a more diverse staff, it rarely has any effects on the working procedures (Thomas and 
Ely, 2006) 
In general it can be argued that the discrimination and fairness stage is mostly for show, 
and are not followed by many actions. It represents the needed level of diversity to fulfil 
the law requirements, like it satisfies a part of the criticism, without really changing 
anything.   
The use of gender diversity policies is an example of the discrimination and fairness 
 implement a policy stating that they are working for 
 
5 COO of the world's No.2 biotech firm, Genentech 
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gender equality, but without implementing strategies that actively work for changing 
conditions and break barriers, they belong to this stage. 
If one is in the discrimination and fairness stage, the decision of creating an equality 
account is made because it is considered to be the right thing to do, or in order to please 
critiques. An annual equality account is also tested and recommended by valued users, 
in this case the trade union. However the intention of using the findings is not present 
and it will mainly be used to say, that the company has done its part. If the company on 
the other hand, decides to use the information presented to improve the work 
environment or work procedures to favour both men and women, it is moving one to 
one of the other two stages, depending on other implemented initiatives.   
The second stage is the access and legitimacy stage. In this stage the company often 
tries to discover and use the different competences by the staff. This often results in 
specific segments of the staff taking care of the same segment of customers, suppliers, 
partners etc. This do in some cases create new job opportunities for the staff, but often 
only to the extent that it is within the original segments. In general it can be said that the 
differences of the staff is exploited and not explored (Thomas and Ely, 2006). 
This stage do create some opportunities for the employees and the company, but if often 
keeps people in the same subgroup without taking into account, that people posses more 
talent and can be used for more than just filling out a quota. Like it also have a tendency 
to only look at the criteria for categorizing the different diversities at the workplace, 
instead of looking at other parameters for deciding what the employees should do.     
Many companies do not go further than the access and legitimacy stage, but if they do 
manage to move on to the third and last stage; the learning and effectiveness stage 
they will be able to fully use the opportunities given to them, through a more diverse 
workplace. At this stage the company learns to understand, use and refine the skills that 
have been discovered during the process of getting to the last stages. This gives the 
company a unique opportunity to see new markets, redefine strategies and change 
business procedures and manufacturing processes for the benefit of the company 
(Thomas and Ely, 2006).  
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It is argued that this stage overall will benefit all members of the workplace, and help 
make sure that the company develops in a positive direction. But the stage is not easy to 
reach, and it entails that all members of the company are willing to try and see things 
from a new perspective, like financial support is also needed. 
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4 ANALYSIS 
The investigation of the benefits the companies can gain from creating diversity at the 
top management level leads this project to analysing information’s in four ways: The 
Danish work culture, the differences in leadership style, creating diversity, and the 
economic benefits.  
 
4.1 Danish Work Culture 
Looking into the empirical data that lies behind Hofstede’s five cultural dimensions in 
relation to Denmark, it is clear that the Danish society is mainly feminine.  
Before starting it should be noticed that the long-term orientation is not a part of the 
study done for Denmark. This is due to the fact, that the long-term orientation was not a 
dimension in the original study, but discovered later on, and has therefore not been a 
parameter for all the studied countries, but only those where it was believed to be 
relevant.   
 
Figure 13: Geert Hofstede Cultural Dimensions of Denmark 
 
 
 
 
 
 
Source: Hofstede, 2008 
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Looking at the Danish society as done through the five cultural dimensions in chapter 
three, a very feminine Danish culture is described with exception from the 
individualism.  
But how is it, that a country that are considered to have a highly feminine culture, and a 
general impression of a high level of equality and feminine values, as interpersonal 
relationships and the physical environment, have not managed to create a more gender 
diverse work place? 
The answer might be found in the individualism dimensions, where Denmark has a high 
masculine score. The individualism dimension refers to the ties between individuals, 
and in this case, the ties are loose. This means that the individual is expected to be able 
to look after one self and ones nearest. 
Given that this influence the workplace to an extent where it influence the culture and 
the values that are considered important this might create a more masculine work 
culture. As men are more transactional type of leaders, they do not focus on creating 
changes in the working environment, and therefore do not create a more diverse work 
place, and especially not in the top management. The masculine work culture is 
characterised by favouring one’s ability to put oneself in front, like personal goals and 
ambitions are seen as strength. Assuming that the females at the workplace in general 
are characterised by the female values, this create a tension between the values that are 
favoured in the general society by women, and those that are favoured at the workplace. 
This means that while women in the general society are considered as caring and 
expected to behave in this manner, the expatiations shifts at the workplace, making it 
necessary for women either to change behaviour when entering the workplace or behave 
in a matter that are not fully accepted for women at the workplace. 
Concerning the working environment, the feminine factors influence the masculine 
environment by creating better interpersonal relationships. This can be one of the 
explanations why women in the top management tend to be head of the Human 
Resource or Communication departments. On the other hand, it is likely that the work 
environment has been influenced by the Individualism and this can lead to the 
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acceptance of trying to get in front of the game, by selling oneself and focusing on 
earnings and promotions. As the studies presented before show; women are more 
transformational than transactional. However, there is no theory stating that all women 
are transformational type of leaders, and therefore will occupy the “transformational” 
leadership positions. Eva Berneke, TDC as the Senior Executive Vice President and 
Chief Strategy Officer, is an example of a women in the top management, that do not 
poses a transformational position, unlike Lise Kingo , Novo Nordisk who is the 
Executive vice president and chief of staffs and Anne-Marie Skov, Carlsberg who is 
responsible for Group Communications  
Looking at the Uncertainty Avoidance Index, it shows that the Danish society have a 
high acceptance of different opinions and ways of doing things, like structures created 
by rules and regulations are not needed in order for Danes to feel secure. This also 
indicates that the Danish culture and workplace will find it fairly easy to accept new 
leaders, in this case female leaders, and new ways of leading. This is very important 
when trying to create changes at the workplace, and an understanding of this can help 
implement new ways of working and managing.  
Because Denmark have an uncertainty accepting culture, it would be wrong to assume, 
that a transformation from a male dominated top management level to a diverse top 
management level will be easy and without troubles. The individualism will without a 
doubt play a role in this matter. It will not only influence the males when it comes to 
protecting themselves and those nearest to them, in this case their male colleagues at the 
top management level, but also affect their choice when it comes to new leaders. 
Because female leader might protect others than the male colleagues, or try to give other 
females an opportunity to go into top management by favouring them, and thereby 
down prioritising male colleagues that by others are believed to be next in line. This is 
closely linked to the frequently quoted view of ‘glass ceiling’. It is caused by the fact, 
that the top-level corporate culture in most of companies is still built on the traditional 
thinking of recruitment and promotion process, which is choosing those that look, think 
and act like them self.  
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This argument should not be understood as male consciously trying to keep women 
down, but instead serve as an example on how the individualism influence the 
behaviour at the workplace, and that all parts have a tendency to look after self-interest 
and are protection themselves and the small group they belong to.          
It should also be noticed that, men in a feminine society tend to have the same caring 
and modest values as women. This indicates that the differences might not be as 
outspoken as first argued, but that other factors also play an important role, when it 
comes to understanding the reasons that lies behind the unequal division between men 
and women. It is therefore necessary to look at other reasons than those that can be 
found in the five cultural dimensions. These reasons will be future discussed in the 
following sections of the chapter. 
                                                     
4.2 Differences in Leadership Style  
Eagly and Johnson in their research (see Appendix A) compared women and men’s 
leadership style. They discovered overall findings were slightly significantly 
stereotypic. They suggested that women and men lead differently and women are more 
interpersonally oriented than men.  
In a more recent study Alice H. Eagly compared men and women on more transactional, 
transformational and laissez-faire leadership ways (see Appendix B). The findings 
showed that female leaders tend to be slightly more transformational than male leaders; 
men score higher in the transactional subscale and women score higher in the reward 
subscale.  In that sense one could say that women tend to take the individual 
consideration more into account than men, and they want to create a good working 
environment, while men are focused on finishing the task given to them.    
It can be argued that women chose the transformational leadership because it allows 
them to stay away from the typical masculine approach to leadership. In the same time 
the transformational style leads women to problems that may occur when meeting the 
requirements of their role as a top manager. Some argued that transformational 
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leadership could be congenial to women, since the common characteristics of this 
leadership style usually help female managers deal with problems of smaller authority, 
as well as legitimacy that appear more often from female than male leaders. As the 
theory states women prefer rewarding the employees, gratifying subordinators for their 
good performance more often than male leaders. This could also be understood as 
women leaders being more encouraging and supportive in work relationships. Although 
differences in leadership styles of men and women are relatively small. 
Taking this into account one cannot argue that leadership effectiveness is influenced by 
gender-specific values, since both male and female leaders hold different qualities. 
“Leadership does not exist on its own sake. It exists to achieve a specific outcome within 
a specific context and with a particular group of people…” (Naddaf, 1997:1).  
Effectiveness of women and men on leadership that occupy positions such as: 
managers, supervisors, heads of department, coaches and officers have been another 
area of Eagly, Karau and Makhijani research (See Appendix C). The study shows that, 
women and man did not differ in effectiveness. The study showed that valuable 
leadership by men and women is very diverse as a function of raters and measure, for 
example, women are often favoured by judges or subordinates, when men are favoured 
by leaders, supervisors of leaders, and peers of leaders. When taking different type of 
measures into account, men were more favourable than women in measures of 
efficiency and motivation. But women were favoured when satisfaction measures were 
compared (Karsten, 2006). 
The magnitude of the general effect size was influenced by the traditional masculinity 
of the role and sex of the subordinates. The insignificant and very small differences 
remain important because it suggests that even though possible challenges and barriers 
in leadership exist, female-leaders are succeeding as well as their male counterparts. 
Despite that the findings suggested that female leaders are behaving differently from 
male leaders; these findings imply their equality. Some data suggested that men excel in 
some areas and women in others, and there are no empirical grounds to believe that 
either gender own a general advantages in effectiveness. As explained in the previous 
section, men have a tendency to lead in a transactional manner and women in a 
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transformational manner, and when both types are useful in different areas one can 
argue for benefits of gender diversity at the top management level. Still this argument 
can only be considered qualitative, since there are no measurements showing to what 
degree one need to create diversity to reach a positive result.      
A question of “why closing the gender gap?” can be answer in two ways: “Because not 
only it is the right thing to do, it is also good for business” (ILO, 2001:3).  
      
4.3 Creating Diversity            
Companies have different grounds for implementing and reaching the stages of 
diversity. The three stages; discrimination and fairness, access and legitimacy & 
learning and effectiveness all represent different ways of thinking and dealing with the 
issue, and the outcome will depend on the stage a company reach and the way that they 
chose to use it.  
Another important point to mention is that bringing gender diversity into a company can 
lead to many other forms of diversity. When creating diversity, gender is a broad 
category to use. A company will often experience, that through hiring a woman, the 
company gains a different gender employee, but also diverse age, education, experience 
and cultural differences. This can lead to creating a more diverse top management level, 
making it possible for the company to embrace even more people.   
Since gender diversity entails so many different types of diversity some argue that 
gender is not an important determination when creating diversity and one could expect 
to get good results when employing different people. Danske Bank is implemented 
project towards generating more female employees and leaders, but do not state any 
other types of diversity projects. On the other hand, Novo Nordisk and A. P. Møller 
Mærsk implements global recruitment policy meaning that they are interested in 
working with people from different cultural and ethnic backgrounds, but not specifically 
stated any policies towards women. TDC specifically concentrate on the diversity 
management as well as gender diversity for the top management level.  
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An aspect related to the extra diversity created by gender diversity; is that diversity is 
also about development of employees and organizational potential. People feel valued 
when they are supported and when they are confirmed that they are beneficial for the 
company. It is also a way to build and understand relationships between employees and 
they learn to accept and understand cultural/gender differences. Training diversity 
between employees can give respect and feeling of dignity, no matter what gender you 
are.  
Diversity creates a great organizational flexibility and diversity within an organization 
provides a deeper and broader background of experience for processes such as: 
innovation, creativity and problem solving. The TDC promotes diversity because they 
believe that decisions made by diverse groups are better; bring more creativity and 
innovation which is needed to keep pace with the changes that occur in technology and 
competition. Current research shows that diversity can to some degree contribute to 
company’s competitive advantage. A company needs people that can discover new 
products, technologies, be innovative, and women can be innovative in different ways 
than men.       
It should be mentioned, that creating diversity at the top management level when it 
comes to gender or in general might not be the best solution for all companies, and it is 
therefore important, that a company make careful considerations for what they wish to 
gain from the diversity. The time and place that the company is a situated in is very 
important to keep in mind when working with diversity. Trying to develop a company 
in a more diverse direction when it comes to gender, might backfire if situated in a part 
of the world, where women have a significant lower status than men, and them entering 
the work force is against culture or religion. It might also create more difficulties than 
benefits, if a company tries to create diversity in relation to a minority of a population, 
which are excluded by the general society.  
But taken the society and culture of Denmark into mind, it is very unlikely that diversity 
would fail do to social exclusions. Today many companies actually try to do an active 
contribution to help those who have difficulties entering the labour market. 
Nevertheless one can imagine that there are certain companies that only have one 
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gender represented among the employees and it would therefore be difficult for them to 
find a qualified colleague by the other gender. In these cases hiring a male or a female 
simply because one wants to create diversity might not be the best solution. As argued 
before it is therefore very important for a company to make sure that the stage of 
diversity they wish to create fits their goals and are create for more than just the purpose 
of diversity.  
 
4.3.1 Economical Benefits  
One thing is benefits in relation to diversity and leader-employee relation and a more 
dynamic top management level, but another is the economic advantage that a company 
can expect to gain, if creating a more equal gender representation at their top 
management level.  
The economic situation of a company and how it is expected to develop is of course 
difficult to predict, however studies show, that a general heightening of the profit can be 
expected in those companies, that have managed to create gender diversity. This is 
extremely relevant in the debate dealing with benefits for the companies.  
One of the arguments against the findings is that companies that are doing well at the 
bottom line have a tendency to hire more women, also at the top management level; this 
is however not backed up by any of the empirical data (Kossowska, 2005).      
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Figure 14: Percent by which women-friendly firms exceeded their industry median 
profits as a percent of equity, of revenue and of assets 
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As the figure shows the percent by which women-friendly firms exceeded their industry 
median of profits as a percent of equity, of revenue, and of assets, the firms with the 
best records of promoting equality between men and women, holds the strongest record 
of profitability.  
A point noted by the European Project on Equal Pay itself, is that the investigation do 
not look into causality, like it can be argued that companies with a higher profitability 
have more opportunities to experience when it comes to creating diversity at the top 
management level, and this is the reason why they have a higher profitability.  
As demonstrated in the three-presented studies in chapter 2.5., there are a link between a 
company’s bottom line and the amount of women in their top management. It should 
however be remembered that this is a link and not a direct reason. A company needs 
more than a gender diverse top management in order to do well, but it can be a way to 
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create more dynamics and make sure that the companies see things from different 
angles, and in that way develop and create profit.   
None of the studies focus on whether the positive findings will jump start women’s way 
into the top management and finally break the glass ceiling. But maybe the findings 
work as a reinforcement of the arguments for more women at the top management level 
and thereby make companies that have not before considered to work towards a more 
gender diverse management focus on the opportunities that are created as a effect of a 
more gender divers top management level. 
Although the presented studies clearly show a financial benefit for the company, one 
must not forget other benefits that a company can gain from having more women at the 
top management level. The Danish labour market is in strong need for more highly 
educated workforce, and as argued in the project report women’s transformational 
leading style motivates employees, like the focus on physical work environment and 
interpersonal relationship can make the employees feel at ease at the workplace. This 
combined with the advantages created by diversity, such as affirmation, can make the 
work place function better; both when it comes to work environment and work 
procedures.  
However, it should not be forgotten that this is not due to women alone, but because of 
the interaction between men and women, and that it is therefore important to keep 
focusing at diversity between the genders and not just work for as many women at the 
top management level as possible.                       
The glass ceiling illustrates the point that there are no objective reasons for women not 
rising to the top management positions.  Those women that are competent and qualified 
seem to look up at the glass ceiling and recognize where the skills are and what they are 
capable to achieve. Unfortunately, there are still invisible barriers that stay on their way 
of break through. One of the major factors that block women from the top management 
positions is “women’s career path”. At the middle management, women are usually 
located in functions that are considered as “non-strategic” and not in the jobs that lead 
to the top management positions. Women entering professional and managerial work 
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have increased, but the number of women at the top management level has not. The 
glass ceiling still limits their access to these positions, where responsibility and wage is 
privileged. 
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5 CONCLUSION 
When answering the problem formulation ‘What benefits could companies gain from 
creating gender diversity at the top management level?’ benefits have been discovered 
at two main areas; the internal relationship in connection to the use of different 
leadership styles and the financial result at the bottom line.   
First of all it is important to be aware of the fact, that it is the interaction between the 
male and female leaders that have proven to benefit the company, and not the single 
gender’s ability to lead in itself.  
It can therefore be concluded that it is not a matter of just getting a female top 
management level, but instead a matter of keeping ones top management level diverse, 
and understanding how to get the best out of the diversities.  
The interaction between the male and female leaders can be traced to the work 
environment and internal circumstances.  
It cannot be concluded that either the transformational or the transactional leadership 
style is better than the other. However it can be concluded that the two leadership styles 
interaction creates a work environment that are both goal-oriented while at the same 
time focusing on the work environment. This gives the company and its employees a 
various opportunity to plan the work tasks in a way that favours many different ways of 
working.    
The benefits are not only to be found in relation to the work environment that a gender 
diverse top management creates, but also in relation to the company’s economic 
situation. 
As illustrated in the three presented studies, there is a significant improvement to be 
found at the company’s bottom line when comparing companies with and without 
gender diverse top management levels. This is explained by the before mentioned 
interaction between the genders that allows the top management to see issues from 
different angels, and try new ways of solving them. It is this diverse view that gives the 
company the competitive advantages.      
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Looking at the Danish culture it is evident that the feminine dimension is influenced by 
the masculine Individualism, creating special circumstances, in both the general society 
and the workplace.  
This entails that female leaders are often trapped between the roles that they are 
expected to have by the general society and the more masculine trades that are 
associated with a good leader. However the increasing focus on the benefits that comes 
with gender diverse management indicates that a change is on its way, making it 
beneficial for the companies to develop in a distinct manner.  
 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 56 / 64 
6 PERSPECTIVE  
Jean-Francois Lyotard argues that the Postmodernity as a product of technological and 
societal boom, and new means of understanding the society was made possible due to 
this advancement in the society. In the last few decades, the society has moved 
gradually into new mindset of Postmodernity.  
According to Bauman, the Modernity is constant improvement, change and competition, 
and a modern person always strives for perfection. The intellectuals and the dominant 
structure shape the ideology and teach us how to be modern and make sure that the 
modernity is a happy and content place. Bauman criticized the Modern society, as the 
way capitalism is taking over the role of state and how people are so focused on finding 
a box, but not stepping outside of it and the way that they do not reflect on the way they 
think or act towards others. The glass ceiling and women’s underrepresentation in the 
top management is a clear example of how people get used to not having any women at 
the top management level and why it is difficult to change the current organisational 
settings.  
While Postmodernity is a painful place where people struggle to search for their true 
identity and content life constantly, and in the end, where the modern person realises 
that their search does not have a finite solution. It is impossible, for that reason that the 
universal understanding of right and wrong is not valid for everybody and nothing is 
clear-cut, individuals stand alone in the Postmodern world and all the decisions are up 
to each individuals. Individuals retrieve back to the Modern mindset, in order to escape 
from the uncertainty, but with the knowledge of perfection is only an illusion.   
New groupings have risen out of the old categories of social class, family, gender and 
place of origin and these new groups require new forms of communication with more 
attention on interaction and individuality. In the traditional society, the identity was 
given through the membership in the group and the community, which is fixed at birth 
and incorporated with the assembly of custom, belief, and ritual.  
The individuals face the world with many questions and the outcome brings up the 
constant hunt for one’s realisation of identity and this has been challenged in the 
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Postmodern world. The consequences carry out that the Postmodern person relates to 
the world on their own and possesses their own entitled viewpoints, takes a reflection 
on him or herself and therefore has an endeavour to value other individual perspectives. 
Thus, one’s identity is on constant re-recognition. Everyone has to assemble their own 
persona and belongings from bits and pieces and then make sure that they are ‘approved 
of’ by the society and the people.  
The traditional way of thinking of those who are different from us, has been understood 
as deviant or outsider, is slowly changing. The constant changing world requires 
constant interpretation and up-to-the-minute guidelines to survive and therefore 
organisations and institutions start to realise the value of possessing diverse group of 
individuals. The individuals are the ones who create knowledge and the knowledge and 
learning is important to the organisation, where it demands continuous innovative ideas 
when it comes to survive in the competition.  
The Modernity and Postmodernity understandings also explain how the gender roles in 
the family setting have lost its meaning and gives explanation to numerous changes in 
the society and its structure.  
Regardless if gender balance is beneficial when it comes to the profit oriented 
organisations and companies, we are convinced that society would still resemble the 
present gender imbalance at the top management level in the private and public sectors, 
as well as in politics. In this speculative scenario the balance of power would inevitably 
differ from today, but the issue is then if ‘gender’ will be perceived differently from 
today. Even though the balance of power will shift, we believe that it will never be 
equal.   
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 58 / 64 
Literature: 
 
• Aarons, G. A., 2006: Transformational and Transactional Leadership: 
Association With Attitudes Toward Evidence-Based Practice, Psychiatric Services, 
Volume 57, No 8, American Psychiatric Association 
• Adler, R. D., 2001: Women in the Executive Suite Correlate to High profits, 
Pepperdine University, European Project on Equal Pay 
• Alvesson, M. and  Billing, Y. D., 1997: Understanding gender and organizations, 
Sage, London 
• A.P. Møller Mærsk, 2008: 
(a): The Executive Board 
http://about.maersk.com/da/Management/TheExecutiveBoard/Pages/NSA.aspx 
Dec 2008  
(b): The Corporate Citizenship - Employees 
http://about.maersk.com/en/CorporateCitizenship/Pages/Employees.aspx Dec 
2008 
(c): Recommendations for Good Corporate Governance in Denmark 
http://shareholders.maersk.com/uk/FinancialReports/2007/AnnualReport/uk_03
_01.htm Dec 2008 
• Arredondo P. M.,1996: Successful Diversity Management Initiatives, Sage 
Publications, Thousand Oaks, London  
• Berger P. L. and Luckmann T., 1966: The Social Construction of Reality, Penguin 
Books, Harmondsworth 
• Carlsberg Group, 2008:   
(a): Executive Committee 
http://www.carlsberggroup.com/Investor/Facts/Management/Pages/ExecutiveCo
mmitee.aspx Dec, 2008 
(b): Recruitment Guidelines 
http://www.carlsberggroup.com/Careers/Recruitment/Pages/Guidelines.aspx 
Dec 2008 
(c): Departures from the Recommendations 
http://www.carlsberggroup.com/Company/Governance/Pages/Departures.aspx 
Dec 2008 
• Catalyst, 2004: The Bottom Line: Connecting Corporate Performance and Gender 
Diversity, New York 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 59 / 64 
• Danske Bank Group, 2008:  
(a): Executive Committee http://www.danskebank.com/en-uk/Corporate-
Governance/management/executive-board-and-committee/Pages/executive-
committee.aspx Dec 2008 
(b): Staff Diversity Objectives  http://www.danskebank.com/en-
uk/CSR/employees/Pages/objectives.aspx Dec 2008 
(c): Women in Management http://www.danskebank.com/en-uk/jobs/Work-
life/Leadership/Pages/Women-in-management.aspx Dec 2008 
(d): Governance Recommendations http://www.danskebank.com/en-
uk/Corporate-Governance/statutory-provisions/Pages/governance-
recommendations.aspx#bestyrelsenssammensaetning  
• Daft, R. L., 2005: The Leadership Experience, Thomsen Learning, New York 
• Danish National Institute of Social Research, 2004: Mette Dedding and Kensson 
Wong - Mænds og Kvinders Løn, En Analyse af Løngabet 1997 - 2001  
• Ely R. J., 2003: Leadership: Overview in Reader in Gender Work Organisation,  
Blackwell Publishing, Oxford 
• European Foundation, 2002: Etta Olgiati and Gillian Shapiro, Promoting Gender 
Equality at the Workplace, European Foundation for the Improvement of Living 
and Working Conditions, Loughlinston 
• European Foundation, 2004: Christina J. Colclough, FAOS - Gender Equality 
Plans at the workplace, European Foundation for the Improvement of Living and 
Working Conditions  
• Forbes, 2008: Global 2000 
http://www.forbes.com/lists/2008/18/biz_2000global08_The-Global-
2000_Counrty_3.html  Dec 2008 
• Freeman B., 2001: The Blackwell handbook of strategic management,  Blackwell 
Publishers, Oxford 
• Gedney C. R., 1991: Leadership Effectiveness and Gender, Maxwell Air Force 
Base, Alabama  
• Hofstede G., 2001: Cultural Consequences: Comparing Values, Behaviours, 
Institutions and Organisations Across Nations, Sage Publications, Thousand Oaks, 
CA 
• Hofstede G., 2008: Geert Hofstede Cultural Dimension: Denmark 
http://www.geert-hofstede.com/hofstede_denmark.shtml Oct 2008  
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 60 / 64 
• Holt, H. et al., 2006: Den Kønsopdelte Arbejdsmarked: En Kvantitativ of Kvalitativ 
Belysning, Socialfoskningsinstituttet 
• Hacking, I., 2001: Social Construction of What? Harvard University Press, 
Cambridge, London  
• Hatch, M. J., 2006: Organization Theory: Modern, Symbolic, and Postmodern 
Perspectives, Oxford University Press, Oxford  
• ILO, 2000: ABC of Women Workers Rights and Gender Equality, International 
Labour Organisation, Geneva 
• ILO, 2001: Breaking through the Glass Ceiling: Women in Management, 
International Labour Organisation, Geneva 
• Karsten, M. F., 2006: Legal, Psychological, and Power Issues Affecting Women 
and Minorities in Business, Praeger Publishers, Westport, Conn 
• Kossowska A.M. et al, 2005: Guld værd for bundlinien, Minister for Ligestilling, 
Copenhagen 
• Landsorganisationen, 2005: LO-fagbevægelsens ligestillingsregnskab for 2004 
http://www.lo.dk/AKTUELT/Arkiv/Nyheder_arkiv/2005/LO-
fagbevaegelsensligestillingsregnskabfor2004.aspx  Dec 2008 
• McTavish D. and Miller K., 2006: Women in Leadership and Management, 
Edward Elgar, Northampton 
• Naddaff, T., 1997: Assessing the Effectiveness of a Leader through Four Filters, 
MRG  Practice Guide:  Leadership Development, Management Research Group, 
Portland 
• Novo Nordisk A/S, 2008:  
(a): The Executive Management  
http://www.novonordisk.com/about_us/management/executive_management.asp 
Nov 2008 
(b): Novo Nordisk Annual Report 2007 
http://www.novonordisk.com/images/about_us/corporate_governance/AGM200
8/Remuneration.pdf Dec 2008 
(c): People Policy http://www.novonordisk.com/about_us/NovoNordisk-Way-
of-Managment/NN-way-of-management-the-policies.asp Dec 2008 
(d): Novo Nordisk approach to Danish Corporate Governance 
Recommendations 
http://www.novonordisk.com/images/about_us/corporate_governance/Corp_Go
v_2008/OMXcompliance130308.pdf Dec 2008 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 61 / 64 
• OMX Nordic Exchange Copenhagen, 2005: Corporate Governance 
Recommendations 2005, Copenhagen Stock Exchange Committee On Corporate 
Governance, Copenhagen 
• TDC A/S, 2008:  
(a): The Corporate Management Team 
http://tdc.com/publish.php?dogtag=tdccom_profile_tdc_exe Dec 2008 
(b): The Diversity Award 
http://tdc.com/publish.php?dogtag=tdccom_csr_employ_env_ros Dec 2008 
(c): The Equal Project 
http://tdc.com/publish.php?dogtag=tdccom_csr_employ_env_div_eq Dec 2008 
(d): Diversity Management 
http://download.tdconline.dk/pub/tdc/om_tdc/equalprojekt/pdf/diversity_manage
ment_uk.pdf  Dec 2008 
(e): Women in Top Management at TDC, for better results 
http://download.tdconline.dk/pub/tdc/om_tdc/equalprojekt/pdf/Women_in_top.p
df Dec 2008 
(f): TDC Annual Report 2007 
http://download.tdc.dk/pub/tdc/english/investor/aarsraporter/aarsrapport2007/Re
lease_05-2008_TDC_Annual_Report_2007.pdf Dec 2008 
• Thomas D. A. and Ely R. J., 2006: Making Differences Matter: A New Paradigm 
for Managing Diversity in The Jossey Bass Reading on Educational Leadership, 2nd 
edition, Bicentennial, Wiley   
• Vianello M., 2000: Gendering Elites, Palgrave MacMillan, Chippenham, Whiltshire 
 Roskilde University  
Department of Business studies & Economics and Business Administration 
House 44.2, fifth semester Bachelor project - Autumn 2008: “Yes! To Difference” 
Anne-Kathrine Brorsen, Gerelmaa Gerelsaikhan and Patrycja Wiselka 
 
 
Page 62 / 64 
Appendices:  
 
A
 
ppendix A: Traditional leadership style (Eagly and Johnson, 1990) 
Leadership Dimension Assessed ‘d’ Interpretation of ‘d’ 
All types of leadership 0.03 
Interpersonally oriented style (assessment setting) 0.25 
Interpersonally oriented style (laboratory setting) 0.37 
Democratic versus autocratic style (assessment 
setting) 0.08 
Democratic versus autocratic style (laboratory setting) 0.19 
Democratic versus autocratic style (organisational 
setting) 0.21 
Positive scores 
indicate 
stereotypic 
differences 
 
A
a
 
ppendix B: Contemporary leadership style (Eagly, Johannesen-Schmidt 
nd Van Engen, 1991) 
Leadership Dimension Assessed ‘d’ Interpretation of ‘d’ 
Transformational style -0.10 
Individualized consideration -0.23 
Management by exception 0.27 
Contingent reward -0.13 
Laissez-faire 0.16 
Positive scores 
indicate male 
scored higher 
than women 
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A
1
 
ppendix C: Effectiveness in leadership (Eagly, Karau and Makhijani, 
995) 
Leadership Dimension Assessed ‘d’ Interpretation of ‘d’ 
Overall effectiveness -0.02 
Effectiveness excluding military -0.12 
Effectiveness rated by judges -0.12 
Effectiveness rated by the subordinates -0.19 
Effectiveness by other leaders 0.07 
Effectiveness when assessed by ability 0.28 
Effectiveness when assessed by satisfaction -0.16 
Effectiveness when assessed by motivation 0.01 
Effectiveness when assessed by performance 0.05 
Positive scores 
indicate male 
scored higher 
than women 
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